
 

 

 

Gender Pay Gap Report for Fair Ways  
(Snapshot Date: 5th April 2025) 

Introduction 

Under the UK Equality Act 2010 (Gender Pay Gap Information) Regulations 2017, employers with 
over 250 employees are required to publish their gender pay gap both on the organisation's website 
and the designated government website. The data reported reflects the difference in the average 
earnings of male and female employees in our organisation as of the snapshot date, 5th April 2025. It 
is important to note that this report does not involve publishing any individual employee data. 

The gender pay gap measures the difference in average pay between women and men, irrespective 
of their roles. It is distinct from equal pay, which ensures that men and women are paid equally for 
doing the same or equivalent work. 

Fair Ways supports gender pay gap reporting and acknowledges the transparency it brings. We 
recognise that there is work to be done to reduce the gender pay gap and are fully committed to 
understanding its root causes. This report outlines the gender pay gap trends and our continued 
efforts to address this issue, reflecting on progress made over the past eight years of reporting. 

Executive Summary 

Fair Ways employs 447 staff, with a workforce that remains predominantly female across all pay 
quartiles, reflecting the wider social care sector. 

For 2025, the organisation has reported: 

• A mean gender pay gap of 20.62% (increase from 17% in 2024)  

• A median gender pay gap of 13.33% (increase from 9.4% in 2024)  

This increase follows a period of reduction and reflects structural workforce challenges, including the 
concentration of women in lower-paid roles and differences in representation at more senior levels. 
Importantly, this does not indicate unequal pay for equal work, but rather the distribution of roles 
within the organisation. 

Gender representation across pay quartiles shows a consistently higher proportion of women, 
particularly within the lower quartile (89% female). 

Bonus data (relating to one-off incentive payments) shows a mean gap of 53.98% and a median gap 
of -196.97%, with a higher proportion of women receiving bonus payments overall. 

Encouragingly, there have been positive developments in senior representation, including four new 
additions to the Operations Board, contributing to improved gender balance at this level. In addition, 
our ongoing commitment to moving lower-paid roles towards the Real Living Wage supports 
improved pay outcomes for a predominantly female workforce. 



Fair Ways remains committed to reducing the gender pay gap over time through targeted action on 
progression, pay, and inclusion. 

Gender Pay Gap Data 

As of 5th April 2025, Fair Ways had a total employee headcount of 447 staff members. Below is a 
breakdown of the gender distribution across hourly pay quarters: 

• Upper Hourly Pay Quarter: 28% men, 72% women (previous year: 31% men, 69% women)  

• Upper-Middle Hourly Pay Quarter: 28% men, 72% women (previous year: 30% men, 70% 
women)  

• Lower-Middle Hourly Pay Quarter: 22% men, 78% women (previous year: 23% men, 77% 
women)  

• Lower Hourly Pay Quarter: 11% men, 89% women (previous year: 23% men, 77% women)  

This data continues to show a predominantly female workforce across all pay quartiles, particularly 
within the lower quartile. 

In terms of the overall gender pay gap: 

• Mean Gender Pay Gap (Hourly Pay): 20.62% (previous year: 17%)  

• Median Gender Pay Gap (Hourly Pay): 13.33% (previous year: 9.4%)  

These figures indicate an increase in both the mean and median gender pay gap compared to the 
previous year. This reflects ongoing structural challenges within the sector, particularly the 
concentration of women in lower-paid roles and the distribution of men and women across different 
levels of seniority. 

Bonus Pay 

Fair Ways does not operate a traditional bonus culture. The data below refers to one-off payments 
made to employees, such as referral or incentive payments where an employee may ‘refer a friend’ 
and receive a payment following a successful referral. These payments are equally available to all 
employees. 

The gender pay gap in incentive payments is as follows: 

• Mean Gender Pay Gap (Bonus Pay): 53.98%  

• Median Gender Pay Gap (Bonus Pay): -196.97%  

The mean figure shows that, on average, bonus payments to men were higher than those made to 
women. However, the median figure indicates that the midpoint bonus payment was higher for 
women than for men. 

This variation reflects the relatively small number of bonus payments made and differences in 
individual payment values. As a result, a small number of higher-value payments can significantly 
influence the overall averages, and these figures should be interpreted with caution. 

In terms of participation: 

• Proportion of males receiving a bonus: 12.69%  



• Proportion of females receiving a bonus: 20.62%  

A higher proportion of female employees received bonus payments compared to male employees 
during this reporting period. 

Commitment to Gender Equality 

Fair Ways remains committed to addressing and reducing all forms of pay gaps, including the gender 
pay gap. While this year’s data shows an increase in the reported gap, we recognise that this reflects 
broader workforce composition challenges within the sector. 

As an organisation with a predominantly female workforce, particularly within lower-paid roles, we 
are committed to improving pay outcomes for all employees. As part of this, Fair Ways is working 
towards ensuring that roles at lower pay levels move progressively towards the Real Living Wage, 
supporting fair and sustainable pay for our workforce. 

We continue to focus on flexible working, particularly for those returning from maternity leave or 
managing childcare responsibilities. Flexible and hybrid working arrangements remain a key enabler 
in supporting career continuity and progression, especially for women in senior roles. 

We have also maintained our investment in training and development, including leadership 
programmes aimed at supporting women to progress into higher-paid positions. Alongside this, our 
ongoing commitment to employee wellbeing and mental health ensures that all colleagues feel 
supported and valued. 

Encouraging Career Progression for Women 

At Fair Ways, we are focused on addressing barriers to progression into senior roles. Our approach 
includes: 

• Promoting flexible working arrangements  

• Ensuring fair and inclusive recruitment practices  

• Providing training to reduce unconscious bias  

• Supporting leadership development pathways  

During the reporting period, there have been positive developments in senior representation. The 
Operations Board saw four new additions, contributing to a shift in gender balance at this level and 
demonstrating progress in creating a more representative leadership team. 

We continue to see improvements in gender balance within our senior leadership team (72% 
female). However, we recognise that sustained effort is required to address the structural imbalance 
within the care sector, where women remain underrepresented in higher-paid leadership roles 
despite forming the majority of the workforce. 

Supporting Women at All Career Stages 

Our Menopause Mentors initiative continues to play an important role in supporting colleagues 
experiencing menopause-related challenges at work. 

This programme provides trained, approachable colleagues who offer guidance, resources, and a 
confidential point of contact. By fostering open conversations and reducing stigma, we aim to create 
an inclusive environment where employees feel supported throughout all stages of their careers. 



This initiative forms part of our broader commitment to retention, wellbeing, and gender equity 
across the organisation. 

Conclusion 

Fair Ways remains fully committed to reducing the gender pay gap and promoting gender equality 
across the organisation. While this year’s data shows an increase in the gap, we are confident that 
our ongoing initiatives focused on flexibility, development, and inclusion will support long-term 
progress. 

We will continue to review and refine our practices to ensure that women have the support and 
opportunities to thrive, particularly in senior positions. 

We are proud of the progress we have made to date, but we recognise that there is more work to be 
done. By continuing to invest in our people and foster an inclusive workplace culture, Fair Ways will 
remain committed to delivering positive outcomes for both our employees and the individuals in our 
care. 
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